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EXECUTIVE SUMMARY 
Delsi Montessori School is a private elementary educational institution located at 
New Achimota-Accra, Ghana. The school provides unique educational services for 
children from the ages of three months to fourteen years, i.e., creche, nursery, 
kindergarten, primary and JHS. Presently, it has twenty classes that cater to a pupil 
and staff population of 250 and 45 respectively. Meanwhile, the school has had a 
longstanding problem with staff turnover. 
A needs assessment guided by Herzberg’s motivation-hygiene factor theory showed 
that motivation factors in DMS were high whilst hygiene factors such as salary were 
poor. This combination results in DMS staff being motivated but dissatisfied; 
especially with compensation. Additionally, the DMS work culture and standards are 
relatively high and unique. Thus, new hires have a difficult time at the beginning 
adjusting and some leave. Literature suggests that well-executed orientations or 
induction programs are good ways to improve retention (Marchington, Wilkinson, and 
Sargeant, 2000). Research in the areas of high employee commitment and 
performance also positively relate salaries to employee behaviours and attitudes 
(Storey, 2001). 
In conclusion, retention strategies for schools can be tackled by strategically paying 
attention to areas such as recruitment, training, performance management and 
compensation. Failure to mitigate turnover in schools can affect student achievement, 
staff cohesion and the financial resource of schools.  
 
 
 
 
 
A STAFF RETENTION STRATEGY FOR DELSI MONTESSORI SCHOOL             iv 
Table of Contents 
DECLARATION ............................................................................................................................. i 
ACKNOWLEDGEMENTS .............................................................................................................. ii 
EXECUTIVE SUMMARY .............................................................................................................. iii 
CHAPTER ONE: INTRODUCTION ................................................................................................. 0 
1.1 Introduction to Project ............................................................................................... 0 
1.2 Institution Profile ....................................................................................................... 0 
1.2.1 Background & History ....................................................................................... 0 
1.2.2 Mission & Vision ............................................................................................... 1 
1.2.3 Core Activities ................................................................................................... 1 
1.2.4 Curriculum ......................................................................................................... 1 
1.2.5 Extracurricular activities .................................................................................... 2 
1.2.6 Organizational Structure .................................................................................... 2 
1.3 External Context using PEST Analysis ..................................................................... 3 
1.3.1 Political .............................................................................................................. 3 
1.3.2 Economic ........................................................................................................... 5 
1.3.3 Social.................................................................................................................. 6 
1.3.4 Technological ..................................................................................................... 8 
1.4 SWOT Analysis ......................................................................................................... 9 
1.4.1 Strengths ............................................................................................................ 9 
1.4.2 Weaknesses ...................................................................................................... 10 
1.4.3 Opportunities .................................................................................................... 10 
1.4.4 Threats.............................................................................................................. 11 
1.5 The rationale for selecting institution and topic ....................................................... 12 
2 CHAPTER TWO:  PROJECT NEEDS ANALYSIS .................................................................... 13 
2.1 Needs Assessment .................................................................................................... 13 
2.2 Methodology ............................................................................................................ 13 
2.3 Insights gained from the interview ........................................................................... 14 
2.4 Justification for selection ......................................................................................... 16 
2.5 Problem Statement ................................................................................................... 16 
2.6 Research Design....................................................................................................... 16 
2.7 Key Findings ............................................................................................................ 17 
2.8 Conclusion ............................................................................................................... 20 
3 CHAPTER THREE: LITERATURE REVIEW ............................................................................ 22 
3.1 Introduction .............................................................................................................. 22 
3.2 A conceptual framework: Employee Turnover ........................................................ 22 
 
 
A STAFF RETENTION STRATEGY FOR DELSI MONTESSORI SCHOOL             v 
3.3 Effects of teacher turnover in schools ...................................................................... 23 
3.4 A Conceptual Framework: Staff Retention .............................................................. 25 
3.5 Factors that lead to employee retention ................................................................... 27 
4 CHAPTER FOUR: SOLUTION AND IMPLEMENTATION PLAN ............................................ 29 
4.1 Chapter overview ..................................................................................................... 29 
4.2 Solution Development ............................................................................................. 29 
4.3 Implementation Plan for Solution ............................................................................ 39 
5 CHAPTER 5: CONCLUSIONS AND RECOMMENDATIONS .................................................. 40 
5.1 Chapter Overview .................................................................................................... 40 
5.2 Changes DMS needs to adopt .................................................................................. 40 
5.3 Limitations of the tool .............................................................................................. 40 
5.4 Key Insights gathered from project .......................................................................... 40 
6 LIST OF REFERENCES ........................................................................................................ 42 
7 APPENDICES ..................................................................................................................... 44 
7.1 Appendix I: Interview guide for needs assessment. ................................................. 44 
7.2 Appendix III: Interview guide for employees .......................................................... 45 
7.3 Appendix IV: Job descriptions ................................................................................. 46 
 
 
 
 
 
 
 
 
 
 
 
CHAPTER ONE: INTRODUCTION 
1.1 Introduction to Project 
Delsi Montessori School is a private elementary educational institution located at 
New Achimota-Accra, Ghana. The school provides unique educational services 
for children from the ages of three months to fourteen years, i.e., creche, nursery, 
kindergarten, primary and JHS. The first chapter of this document provides an 
overview of the private primary school sector in Ghana and an analysis of the 
general environment in which Delsi Montessori School operates using the PEST 
analysis framework. In addition to these is a profile of the institution discussing its 
history, mission, and vision. It ends with a SWOT analysis which clearly defines 
its current state and areas that can be improved. 
  
1.2 Institution Profile 
1.2.1 Background & History 
Delsi Montessori School (DMS) is a private Christian basic school established in 
2005 and located at New Achimota, a suburb of Accra. In 2005, it began with a 
two-classroom flat but over the years expanded its infrastructure as the population 
of pupils increased. Presently, it has twenty classes that cater to a student and staff 
population of 250 and 45 respectively. It began strictly as a pre-school (3 months 
to 5 years), with their graduates moving on to other schools for further education. 
However, due to the growing concerns of parents for continuity of the kind of 
education their wards received, the school expanded to primary and most recently, 
JHS. There are three types of staff; teaching (including part-time teachers), 
administrative and auxiliary. There are also three academic departments which 
include preschool, lower primary, upper primary & JHS. The school has a well-
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stocked and fully furnished library facility and a Computer Laboratory with 
internet connectivity. 
1.2.2 Mission & Vision 
DMS aims to develop each child’s uniqueness using empowered and highly 
skilled teachers and to provide a safe and enabling environment for children’s 
learning. Thus, each child is attended to as a unique person and is assisted in 
discovering himself or herself in a stimulative environment. With a motto of 
“Investing in our future,” Delsi Montessori School has a vision of creating future 
leaders with integrity and authenticity. Its core values are discipline, empathy, 
loyalty, sensitivity, and integrity. 
1.2.3 Core Activities 
With a maximum class size of 20; children are placed in smaller groups under the 
eagle-eyed care of their teachers who help them to follow and undertake a wide 
range of different learning activities and projects. Teaching and child development 
are the core activities of the school. Teachers go the extra mile and pay attention 
to the growth and learning patterns of children. 
1.2.4 Curriculum 
Delsi Montessori uses a Montessori curriculum for their pre-school and the 
Ghanaian Basic Education Program for primary and JHS. Montessori education is 
an educational approach based on observation from birth to adulthood in a vibrant 
and prepared environment. Children learn through exploration at their own pace 
with guidance from a trained Montessori teacher. 
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1.2.5 Extracurricular activities 
The school also offers extra-curricular activities such as the music classes, 
swimming classes, afro-cultural drumming and dancing, science and reading 
clubs, membership of girl guides, boys’ Scouts, the i-mathematics club, abacus, 
and many other activities. A summer play school is organized during the long 
vacation to provide skills and meaningful play whilst giving parents and guardians 
comfort and convenience. 
1.2.6 Organizational Structure 
Delsi Montessori School has a divisional organizational structure (See Appendix 
I). Each department caters to different age groups through different modes of 
teaching and learning. The three main divisions are Preschool, Lower Primary, 
and Upper Primary & JHS. The upper primary and JHS were merged due to the 
low number of students within the JHS division. Each of these divisions has heads 
with teachers that report to them. Heads of the three divisions report to the Head 
of Academics, who in turn reports to the proprietress. The school is governed by a 
6- member board of governors that presides over significant issues of the 
institution such as expansion.  
Fig 1: Organizational Structure of Delsi Montessori School 
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1.3 External Context using PEST Analysis 
The PEST analysis is a helpful tool that gives a wide-scope description of the 
external environment and identifies political, economic, social and technological 
factors that can affect the operations and profitability of Delsi Montessori School. 
1.3.1 Political 
Ghana is a unitary republic that practices democracy in the form of public 
voting of its leaders. Thus, there exists ongoing competition amongst political 
parties to hold and maintain power. Ghana is politically stable as proven by the 
previous peaceful elections held in 2016. The current government per its 
manifesto for election is placing emphasis on job creation and creating equal 
opportunity for all. As per the National Patriotic Party’s manifesto (2016), its 
policy objectives were to decrease the cost of business operations, maintain an 
ideal balance between its revenues and expenditures whilst reducing government 
borrowing and interest rates to spur private sector investment. The party’s concern 
for private sector development will be beneficial to private businesses such as 
Delsi Montessori School.  
A political factor that can directly pose as a risk or benefit to Delsi Montessori 
School is changes in regulation such as teacher licensure examination. On the 21st 
of September 2018, GES (governed by the Ghana Education Service Council 
according to the Ghana Education Service Act- 1995 Act 506) released a press 
statement notifying all persons who applied for teaching jobs online of an aptitude 
test to be held on the 28th of September 2018. The Executive Secretary of the 
National Teaching Council (NTC) explained that the purpose of this examination 
is to ensure that Ghana has excellent certified teachers that can compete globally 
(Oduro, 2018). She also emphasized that the Education Act of 2008, Act 778 
legitimizes them to institute this licensure. 
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 The NTC further gave a stern warning; failure to take this exam means they 
cannot be recruited in any school because they are unqualified per GES’ standards 
(Abban, 2018). This licensure development can be unfavourable for Delsi 
Montessori School since the school prioritizes recruiting the right teachers who 
are willing to learn over ones with multiple certifications but poor skills. On the 
other hand, it can be a business opportunity to organize Montessori training 
workshops for GES trained teachers who would like to add to their qualifications. 
This will be easy to implement as they already hold multiple internal training and 
development programs to enable their teachers to shift from the traditional styles 
of teaching and embrace modern teaching methods. 
 Montessori education is originally Italian and has its specialized training for 
teachers. Thus, teachers with basic Ghanaian teacher training knowledge and no 
Montessori experience are not equipped as the school would prefer them to be. 
However, this licensure can increase the bargaining power of newly licensed 
teachers and empower them to demand higher salaries when in fact, they lack the 
expertise to teach a Montessori curriculum. Integrating this new development with 
the schools internal training is likely to increase costs, i.e., salary and training 
expenses. 
Another political factor that can directly pose as a risk or benefit to Delsi 
Montessori School is the country’s exit of the International Monetary Fund (IMF) 
programme.  The 2019 National budget which was read on the 15th of November 
2018 marked the beginning of Ghana’s withdrawal from the IMF programme. 
Along with the IMF programme came many conditions such as a ban on new 
employment within the public sector (Asamoah, 2018). This condition could have 
been an advantage to private schools like Delsi Montessori School because the 
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unemployment would result in an increase in the supply of labour for the private 
sector. However, the exiting of this programme will create more public sector job 
opportunities and thus, make the scout for talent more competitive for private 
schools such as Delsi Montessori School. 
1.3.2 Economic 
In 2017, Ghana recorded a GDP growth rate of 8.4 per cent, an increase from 
3.7 per cent recorded in 2016. A tentative estimation published on 27th June 2018 
by Ghana Statistical Service revealed that Ghana’s GDP grew by 6.8 per cent in 
the first quarter of 2018 (Ghana Statistical Services, 2018). In 2017, per capita 
income increased annually by 1.1 per cent. Although per capita growth was little, 
inflation rates decreased; increasing purchasing power. Factors such as economic 
growth, exchange rates, inflation rates, and interest rates can affect the 
profitability of Delsi Montessori School. 
As of October 2018, the annual inflation rate decreased from 10.2 per cent in 
September to 9.8 per cent (Focus Economics, 2018). According to Ahmed (2018), 
education recorded the highest upswing in prices, while food and non-alcoholic 
beverages recorded the most substantial decrease. This indicates higher profits 
achieved in the education sector. A rise in GDP, coupled simultaneously with a 
reduction in consumer prices would have a positive impact on the school’s 
procurement of resources such as books, papers, teaching materials and 
technological devices such as computers.  
From January to November 2018, the value of the cedi has depreciated beyond 
15 per cent (Focus Economics, 2018).  The Montessori curriculum used by Delsi 
Montessori School requires a lot of international resources such as books and tools 
for practical learning. Since these materials are not produced locally, they must be 
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ordered online or bought from Montessori bookshops that import to sell in the 
country. Thus, exchange rates and scarcity play a significant role in the acquisition 
of teaching and learning materials. The forecasted cedi appreciation would enable 
Delsi Montessori to spend less Ghanaian currency on acquiring foreign materials 
necessary for learning.   
In 2017, research carried out by MoveHub; a company that offers international 
relocation assistance valued Ghana to be the African country with the highest cost 
of living. Factors employed for calculations include prices of groceries, 
transportation, utility bills, restaurants, and accommodation. Thereafter, 
calculations were fixed on an index using New York as the benchmark, of which 
Ghana placed 20 out of 21 countries (Notoma, 2017).  
It can be argued that this ranking was benchmarked against a city with 
differing features from Ghana. However, the economic factors discussed above 
(i.e., inflation rates and exchange rates) supports the notion of a high cost of living 
in Ghana. This can affect Delsi Montessori School in the form of high salary 
expenses for employees to take care of their reasonable needs and families. It also 
presents the difficulty of attracting highly qualified staff and the risk of high 
valued staff moving from less paying schools to higher paying schools. 
1.3.3 Social 
Some social factors that can significantly affect Delsi Montessori School 
include birth rate, parental perception of quality, social status and changes in the 
education sector of the country. In 2017, the birth rate grew by 1.61 per cent. An 
overall increase in the number of children in the country is positively correlated to 
the demand for basic education. For the school, this implies an overall growth in 
the consumer market.   
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In Ghana, primary public schools have been found to have many inefficiencies 
such as overly large class sizes, teachers that are not consistent with attendance 
and poor feeding. Majority of primary private schools have better student-to-
teacher ratios and motivated staff. Although primary public education is free, it is 
usually perceived to be of less quality than basic private schools. Therefore, all 
other things being equal, parents deem primary private schools to be a better 
choice for their wards. This has led to high demand and supply of basic private 
schools under which Delsi Montessori School belongs to. 
Secondly, the free SHS policy implemented in September 2017, seeks to 
provide every eligible student placed in any public Senior High School and 
Technical and Vocational Education Training with fully paid school fees. The aim 
of this policy is to mitigate the existing problem of inequality and offer all 
students equal opportunities by absorbing costs, expanding infrastructure and 
boosting the quality of secondary education (ghana.gov.gh, 2018). 
  This policy implies that parents would have more funds to spend on basic 
education for their children. Moreover, senior high schools in Ghana are 
categorized into three classes based on performance, resulting in high competition 
for first-class schools. Increasing access to such schools would mean increased 
competitions amongst students. Therefore, parents’ bid to adequately provide 
candidates with a competitive edge increases the chances of higher enrollment in 
basic private schools such as Delsi Montessori School.  
Additionally, in June 2018, Ghana Education Service announced that the 
number of subjects studied at the basic educational level in the country would be 
reduced from the 2019-2020 academic year onwards (Bonney, 2018). Subjects 
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studied will be cut down in kindergarten, primary and junior high. This 
modification has implications on the cost structure of Delsi Montessori Schools as 
contracts with certain subject teachers will be terminated; decreasing salary 
expenses. 
Furthermore, social background has become a basis on which parents select 
basic schools for their wards. Parents factor their socioeconomic status, level of 
education, occupation, and income to select the school that best describes their 
class. For example, some rich parents would prefer that their wards attend 
sophisticated or prestigious schools, so their wards can build that kind of network. 
Thus, basic private schools are selected over basic public schools as occupational 
prestige of parents rise (Yaacob, Osman & Bachok,2014) 
1.3.4 Technological 
In 2003, the government of Ghana released The Ghana ICT for Accelerated 
Development (ICT4AD) policy which involved the deployment and usage of ICTs 
in Education. The reason for this policy was the evolving significance of 
information and how technology contributes significantly to socio-economic 
development (Ghana ICT4AD Policy, 2003). In 2007, the Ministry of Education 
introduced some educational reforms which included a more significant emphasis 
on ICT to improve teaching and learning (Agyei, 2013). 
Despite the government’s effort to integrate ICT with education, many public 
basic schools lack computers, which limits the full learning experience pupils can 
achieve. Research by Joyce Nsiah Asante (2014) on the type of technological 
resources found in primary schools revealed that out of 250 primary schools (58 
per cent public and 42 per cent private) all elementary schools that fell in the 
category of having all ICT resources necessary for holistic learning experience 
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were private schools. This proves that private schools such as Delsi Montessori 
School have a better appeal to parents because they have the capacity to equip 
their wards to be more technologically competent than public primary schools can.  
Furthermore, an attempt to improve IT facilities to enrich pupil experience 
translates into increased costs of investments and operations. The spreading 
popularity of online aids and teaching materials also presents opportunities to 
teachers in Delsi Montessori School to learn some skills from others in their field 
and adopt relevant ideas to improve their teaching styles.  
 
1.4 SWOT Analysis 
The SWOT Analysis is a fundamental, analytical framework that is used to 
assess the internal and external factors that affect the firm positively and negatively. It 
throws light on factors that the firm needs to improve on or reduce to achieve its goals 
(weaknesses) and those which can harm the firm (threats). It also highlights areas 
where the firm is doing well (strengths) and what the firm can take advantage of to 
develop a competitive advantage (opportunities). Discussed below is a detailed 
SWOT analysis of Delsi Montessori School. 
1.4.1 Strengths 
The school has been able to build a robust parent-teacher association (PTA) which 
holds regular meetings to discuss current issues relating to their wards’ social and 
academic progress and development of the school. Due to this, the majority of parents 
are involved in their children’s schoolwork and give their children the support needed 
to make teachers’ effort worthwhile. Another strength is its mastery of preschool 
management. The school started out as a preschool and was doing very well in terms 
of the quality of graduates they produced. This is one of the reasons why the 
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preschool is the largest division till date and formed the basis for expansion into the 
other divisions. In addition, DMS has a transparent and fair culture of holding staff 
accountable for their conduct, which increases parental confidence.   
1.4.2 Weaknesses 
For a digital era, such as this, the school is behind with its online publicity. Most 
competitors have a strong online presence and an informative website that is 
attractive. Delsi Montessori School, on the other hand, has no functioning website. It 
has a Facebook page with content that is not tailored to suit its targets. With no online 
brand strategy, it is possible to lose out on potential customers. Also, a lot of 
processes are performed through writing which slows down organizational 
productivity. Processes such as writing and marking of lesson notes could be much 
more time and money-saving with the help of technology.  For example, Grammarly 
can be used to check for grammatical errors, which saves marking time whilst using 
Google documents will lower expenses on stationery. Another weakness is the lack of 
an HR department to execute HR practices. 
1.4.3 Opportunities 
 2019 marks the school’s first participation in the Basic Education Certificate 
Examination held by WAEC. Regardless of the low student population of the JHS 
division (three students), the school provides subject teachers to prepare the students 
adequately for the exam. With infrastructure and teachers, there is an opportunity to 
provide private extra-tutoring services or BECE preparation classes to students 
outside of the school. This way, teachers will no more be underutilized, and the 
school will make an extra stream of income. In addition, the school can also organize 
Montessori training workshops for external teachers or people who would like to 
develop their skills. This is possible as the proprietress is a certified Montessori 
trainer. This structured workshop can also create a pool of potential employees from 
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which the school can recruit and also made mandatory for new employees as part of 
orientation. 
1.4.4 Threats 
 In the second term of the 2018-2019 academic year, DMS expanded its infrastructure 
by renting a building to house the pre-school division. This was as a result of the rapid 
expansion within the division. However, the rented infrastructure was priced in US 
dollars. Any decrease in value of the cedi would make the renting much more 
expensive for the business, especially since school fees are received in Ghana Cedis. 
Secondly, unfavourable laws and policies such as the teacher licensure and increases 
in taxes can increase the cost of business operations and reduce profits. Other schools 
within proximity also pose a threat to the business, especially when they charge less 
for their services. 
Fig 2: Summary of SWOT Analysis 
 
STRENGTHS
• Transparency and 
accontability of staff
• Strong Parent Teacher 
Association
• Preschool management
WEAKNESSES
• Poor public Relations
• Low usage of 
technology
• Lack of HR 
Department
THREATS
• Depreciation of the cedi
• Unfavourable 
compliance laws & 
policies
• Other private schools in 
close proximity
OPPORTUNITIES
• Host Montessori 
training workshops
• External BECE 
tutoring program
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1.5 The rationale for selecting institution and topic 
Teacher retention in the private education sector is of high concern for heads 
of schools. Through an internship at Delsi Montessori School from June to August 
2018, the researcher gained profound insights into early years education. During the 
internship, individual behaviours and patterns amongst teachers were observed such 
as turnover and dissatisfaction which affected the flow of teaching and learning. As a 
Human Resource Management student, the researcher has developed a great 
understanding of matters concerning human resources and how they can be managed 
effectively.  
Furthermore, the school lacks a Human Resource department, or persons 
trained in the field with the technical know-how to strategically manage employees 
and increase organizational effectiveness. Although the core human resource 
functionalities are performed by heads of departments and administration, there exists 
a wide gap which requires a level of expertise to be filled. With a combined interest in 
child education and knowledge in strategic human resource management, the 
researcher found Delsi Montessori School to be the right avenue to explore this 
intersection of two fields and apply the knowledge and skills acquired throughout 
Ashesi to create a relevant solution.  
In summary, this introductory chapter presented an in-depth review of Delsi 
Montessori School and the internal and external context in which it operates. The 
following chapter (two) probes into the needs of the school and outlines the problem 
this project aims to solve. 
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2 CHAPTER TWO:  PROJECT NEEDS ANALYSIS 
2.1 Needs Assessment 
  A needs assessment is the means of gathering information on the needs of an 
institution which clearly defines the deficiencies (a deficiency is a performance that 
does not meet the current standard or is less than the best way of doing things) or gaps 
existing between current conditions and desired conditions.  A thorough needs 
assessment helps develop an appropriate intervention. The objective of this 
assessment is to clearly identify the needs of Delsi Montessori School to design a 
feasible and relevant solution for the school. This chapter also details out the 
procedures used in gathering information. 
2.2 Methodology 
In conducting a needs assessment, a qualitative approach was used to 
understand the individual perspectives of the participants through semi-structured 
interviews. This interview is not strictly according to formal questions but uses open-
ended questions to gather information. This method was chosen because it encourages 
two-way communication (verbal and non-verbal). It also gives the interviewer the 
opportunity to probe, detecting what is beyond initial answers. In addition, the relaxed 
atmosphere this method creates encourages the interviewee to freely express himself 
or herself and expand on experiences that will help the interviewer gain a greater 
understanding of the topic. 
The proprietress was interviewed to gain a better understanding of the needs of 
the school. She was chosen because her position gives her a full overview of the 
school and would be able to outline all the problems thoroughly. Her schedule also 
allows for external interactions even during teaching hours. Prior to the interview, a 
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set of questions were prepared to guide the conversation with the interviewee (See 
Appendix II). The table below summarizes the problems identified in the interview. 
 
Table 1: Problem Need Analysis  
Key 
Functional 
Area 
Key Challenge Target Effects of 
problem 
Severity 
Human 
Resource 
Management 
High turnover in the 
past 5 years. 
Have teachers stay 
for as long as 5 
years. 
High and 
regular hiring 
costs 
4.5 
Marketing Low JHS patronage- 
3 JHS students. 
 
Have 15 students 
per JHS class 
High salary 
expense /value 
ratio 
4 
Finance Inadequate space is 
resulting in renting of 
infrastructure that is 
priced in USD. 
Acquisition of 
land for expansion 
in order to stop 
renting. 
Increasing cost 
of infrastructure 
due to the 
depreciation of 
the cedi. 
4.5 
 
2.3 Insights gained from the interview 
• Turnover is a significant problem for the school. The researcher explained that 
highly professional teachers are costly. Initially, management was recruiting 
semi-skilled teachers and offering regular in-training programs to improve 
their competencies and performance. However, after they gained these 
competencies, they usually left for other schools to receive better salaries. 
Meanwhile, these internal training programs cost the school a lot as they 
sometimes invited experts to train their teachers. This trend has led to some 
parents showing concern for the rate at which their wards’ teachers change. 
Children must adapt to new teachers often, and this affects the flow of learning 
as students build relationships with their teacher and get accommodated to 
their teaching styles. 
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• To mitigate  turnover, management has begun to recruit more professional 
teachers and has since seen a reduced turnover. However, the problem is still 
existent. Teachers are expected to give four weeks’ notice before exiting the 
job. However, some still refuse to notify the administration. Hence, 
management created a Provident Fund for teachers. In order to retrieve 
investments before leaving, teachers have to give a month’s notice. 
• Another highlight was the lack of exit interviews. Exit interviews are surveys 
conducted by management or HR with employees before they leave. This 
provides feedback on the reasons why employees leave, what they like and 
what can be improved. The lack of exit interviews makes it difficult for 
management to decipher actual reasons why teachers leave. 
• Another problem mentioned during the interviews was the extremely low-
class size in JHS department. The pre-school division has built economies of 
learning and gained the confidence of parents in this department. Thus, it is 
the largest division, unlike the JHS division. Currently, their BECE candidates 
are three in number. This results in high costs of operations as subject teachers 
must be employed for these three students only. 
• The last problem discussed was inadequate space. The school has been 
expanding within its current space. This has led to a compromise in the 
outdoor play space. As pupil population was increasing, the school opted to 
rent the building next to it which would house the pre-school division. This 
was more of an impulsive decision as they needed to act quickly. The 
challenge is with how expensive the rent is and the fact that it is priced in 
dollars. The continued depreciation of the Ghanaian cedi has made things 
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more difficult for the administration. This indicated the lack of professional 
financial advice in such situations. 
2.4 Justification for selection 
After an extensive interview, it was concluded that teacher retention would be 
the best issue to tackle in this project as it directly affects the core activities of 
the institution. One valuable asset a school has are its teachers. If the right 
people for the job are selected and are strategically retained, the level of 
quality of output will evidently increase and attract more parents. The 
proprietress expressed how this has been a longstanding problem as compared 
to the others which are very recent. Solving this issue will allow her to focus 
on other problems and redirect funds spent on other needs such as marketing. 
The final reason for selection of this problem is the researcher’s interest in the 
area of employee retention. The knowledge and skills gained from the human 
resource management course would be very relevant in solving this issue in 
DMS. 
2.5 Problem Statement 
Delsi Montessori School has experienced teacher turnover (an average of two 
teachers a term) for the past five years which has led to regular and increasing 
hiring costs, an inconsistent flow in teaching and learning and a decrease in 
parental satisfaction 
2.6 Research Design 
Following the problem statement above, another semi-structured interview 
(See Appendix III) was conducted on the 21st of February 2019 with ten 
teachers from all three departments. The diversified distribution was 
intentionally made to gain a fair representation of all teachers and avoid any 
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biases. This was performed at the school premises to avoid any inconvenience 
to participants. 
Data collection instruments employed 
The instrument used to collect information was a semi-structured interview 
guide. The semi-structured interview guide took its context from the two- 
factor theory proposed by Herzberg on job satisfaction and dissatisfaction, as 
well as Vroom’s expectancy theory. This instrument was considered useful 
because it captures little details, body and facial expressions and helps to 
highlight recurrent themes amongst participants. (See Appendix III for 
interview guide.) 
  
Sampling methods 
The sampling method used was stratified sampling. This method separates the 
members of the population into subdivisions based on a likeness such that 
each group is internally homogenous and heterogeneous in comparison to 
other groups. Thereafter, the members are selected randomly from each 
subdivision. The three strata used were preschool, lower primary, upper 
primary. Three teachers were selected per each stratum amounting up to nine 
teachers. The head of Academics was also interviewed summing up 
participants to ten in number. 
 
2.7 Key Findings 
Job Motivation 
 Participants expressed how their love for the children drives them in this job. 
“When I teach them something, and they actually understand it very well it 
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brings me so much joy.” said one participant. Another shared that the bond she 
has with her students is what motivates her in her job. Another participant 
stated that the likely success of the new BECE candidates is what pushes him 
to work hard each day. As stated earlier, the JHS division which recently 
began has a total number of 8 students. Aside from the fact that the JHS fees 
are slightly higher than other schools within the vicinity, the participants 
explained that potential parents look out for proof of excellent results. The 
upcoming exam will serve as a point of reference to attract more parents, and 
this strongly motivates him.  
On the other hand, when asked some of the things that demotivate them in 
their job, frequent mention was parents. In some cases, there is little 
cooperation from some parents in supervising and ensuring homework is 
done. In other practical examples, some concerns are not constructive as 
described  
Orientation 
DMS carries out some form of orientation on the first day. New hires are taken 
through the institution’s policy and taught how to use some classroom 
equipment. Some batches of hires described their beginning days as better than 
others, and their outlook on their job was comparably different. 
Nature of work  
All participants emphasized that the school had a high standard of quality 
education as compared to other places where they have been and heard of. 
This high standard makes the work very demanding in terms of time and 
effort. Teachers are required to submit weekly deliverables such as lesson 
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notes and homework questions whilst setting exam questions alongside and 
marking. From their experience in other schools, DMS surely works with 
higher standards; thus they are always on their toes. 
Those who have worked at the institution for at least 6 years are more 
accustomed to the workload because they have been doing it for years. 
However, new staff are usually overwhelmed in the beginning and take time to 
settle — those who cannot withstand the demands from staff leave.  
Job Satisfaction 
 Herzberg’s theory of job satisfaction was employed as a guide in 
understanding the level of satisfaction participants have at their jobs and why. 
The motivation factors when present lead to employee satisfaction whereas the 
hygiene factors cause dissatisfaction when absent. Thus, staff were 
interviewed on their perception on all the factors, after which they were asked 
to rate five relevant dissatisfaction factors, i.e. administrative policy, 
supervision, salary, recognition and level of responsibility, and discuss these 
factors in relation to DMS. 
Fig 3: Chart showing ratings of satisfiers by participants
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I. Salaries 
 Salaries were the lowest rated satisfier as shown in the table above. The 
participants explained that the work that they put in is above average, yet the 
compensation received does not match their efforts. They all believed it is one 
area that needs to be improved. The participants who knew past employees 
traced their leaving to the workload and unsatisfactory salaries. Also, 
management has no salary grid known to staff. A salary grid is a system that 
determines the pay of employees based on factors such as level of education, 
experience, and status. 
II. Supervision  
Comparatively, this satisfier had the highest rating. Teachers stated that 
supervisors are approachable and down to earth. They are always ready to 
offer help to staff in need of guidance. They effectively bridge the 
communication gap between management and staff. 
III. Recognition 
Participants mentioned that management does well to verbally recognize when 
they go the extra mile in their jobs. During the annual graduation ceremony, 
management also recognizes longstanding staff by presenting some awards 
like flat screen televisions and refrigerators.  
2.8 Conclusion 
The results of the needs assessment indicated that Delsi Montessori School has a 
problem with staff turnover. Further investigation guided by the motivation-hygiene 
factor theory was performed to understand what causes teacher turnover. Results 
showed that motivation factors were high with whilst hygiene factors such as salary 
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were poor. This combination results in DMS staff being motivated whilst having a lot 
of complaints on compensation. Additionally, the DMS work culture and standards 
are quite unique. Thus, new hires have a difficult time at the beginning adjusting and 
some leave. These are the two leading causes of turnover in DMS. The next chapter 
focuses on staff turnover and its effects on schools. It also discusses the importance of 
retention strategies in workplaces. 
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3 CHAPTER THREE: LITERATURE REVIEW 
3.1 Introduction 
This chapter analyzes the existing literature on the topic of employee attrition and 
retention. Thereafter, the following questions will guide the chapter: 
• What are the effects of teacher turnover in schools? 
• What factors lead to employee retention? 
3.2 A conceptual framework: Employee Turnover 
Employee turnover is a canker to many institutions. Arokiasamy (2013) described it 
as the “entrance of new employees into the organization and the departure of existing 
employees from the organization.” Rahman & Nas (2013) also explained it as 
“permanent movement of an employee beyond the boundary of an organization.” 
Kaur & Mohindru (2013) defines turnover as the change in the workforce during a 
specific period. It is also the movement of workers in the labour market internally 
between jobs and firms and externally between employment and unemployment 
(Abassi & Hollman, 2000. Loquercio et al. (2006) also put it as the number of 
employees exiting a job prior to the agreed end of the contract. Other words used in 
place of turnover are attrition, quits, and migration (Morrell, John & Adrian, 2004). 
According to Ellet et al. (2007), there are three subgroups to which turnover can be 
broken down into. They are unavoidable turnover, desirable turnover, and undesirable 
turnover. A breakdown of undesirable turnover is found in a staff turnover framework 
created by Griffeth & Hom (2001) as represented in Fig 3. Voluntary turnover occurs 
when employees make the decision to leave an organization at his or her own will 
whilst involuntary turnover refers to a collective decision made by management to 
permanently let go of an employee. 
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    Fig 4: Staff turnover Framework defining undesirable turnover 
   
 Source: Griffeth, R. W., & Hom, P. W. (2001). Retaining valued employees. Sage 
Publications.                                                                                                                                       
Mathis and Jackson (2004) explained involuntary turnover as an “instance of 
discharge that reflects an employer’s decision to terminate the employment 
relationship.”  The difference between a functional and dysfunctional turnover is the 
performance level of the employee when resigning. For example, the exit of an 
employee with a performance below average is classified as functional, whilst the 
resignation of a competent performer is termed dysfunctional. The voluntary exit of 
high performers poses greater threats to employers as it adversely affects 
organizational productivity. Dysfunctional turnover is further broken down into 
avoidable (i.e., more likely associated with poor working conditions, inadequate 
compensation, etc.) and unavoidable (i.e., beyond the control of management.) 
3.3 Effects of teacher turnover in schools 
According to Ingersoll and Smith (2003), high rates of staff turnover drop 
organizational performance and increase costs. Guin (2004) analyzed 66 primary 
schools in an American urban district to investigate the relationship between teacher 
turnover, and the proportion of students that pass state examinations in mathematics 
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and reading. Results showed a striking and negative Pearson correlation, indicating 
that schools experiencing higher teacher turnover had lower pupil achievement. This 
correlation is a result of the difference in quality between outgoing and incoming 
teachers. When outgoing teachers are better than their replacements, there is a 
negative compositional effect on student achievement (Ronfeldt, M., Loeb, S., & 
Wyckoff, J., 2013).  
Furthermore, Bryk and Schneider (2002) reported that student achievement is closely 
tied to healthy relationships and trust between students and amongst teachers. Thus, 
when teacher turnover occurs, relationships and bonds formerly shared are distorted to 
the extent that the building and preservation of staff cohesion and community are 
disturbed. This may also affect student performance. Similarly found in the primary 
research conducted, teachers explained how pupils are down when they lose their 
class teachers and do not immediately open up to new teachers; affecting the pace of 
teaching and learning. Additionally, Hanselman et al. (2011) in a study of the 
consequences of teacher and principal turnover, proved that it affects the 
"development and maintenance of social resources." This refers to staff collaboration, 
togetherness, and trust (Ronfeldt, M., Loeb, S., & Wyckoff, J., 2013). 
Moreover, frequent turnover incurs an unnecessary cost to organizations (Buck & 
Watson, 2002). It significantly affects the financial and human resources within 
schools. Schools incur substantial costs during the recruitment, hiring and training 
process of new teachers (Barnes, Crowe, & Schaefer, 2007). Resources that could 
have been channelled into improving working conditions and school activities are 
somewhat drained as a result of teacher turnover (Barnes et al., 2007). 
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On the other hand, there are instances where teacher turnover has been said to 
improve student achievement. It can be beneficial to student performance when 
teachers leaving are less effective than the staff replacing them (Ronfeldt, M., Loeb, 
S., & Wyckoff, J., 2013). 
3.4 A Conceptual Framework: Staff Retention 
Employee Retention is a significant subject area for human resource practitioners and 
researchers. The ability of organizations to reach their long-term goals and objectives 
much depend on the human resources within the firm. When competent employees 
are correctly managed and retained, organizations stand a higher chance of achieving 
competitive advantage (Walker, 2001). Providing employees with reasons that make 
them stay within an organization for long periods can be referred to as employee 
retention (Das and Baruah, 2013). According to Denton (2003), when employees are 
satisfied and content with their jobs, their commitment is stronger and efforts to 
achieve customer satisfaction.  
A theory that serves as a critical framework for employee retention proposed by 
Herzberg et al. (1959) is the two-factor theory; which analyzes factors that satisfy and 
dissatisfy employees. Motivators when present, lead to job satisfaction whilst the 
absence of hygiene factors leads to dissatisfaction. The theory proposed that by 
minimizing dissatisfaction and maximizing satisfaction, employees can be retained. 
Satisfiers include the job itself, promotion, achievement, responsibility, and 
recognition. Hygiene factors (dissatisfiers) include company policy, working 
conditions, salary, administration, supervision, and relationships. 
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Fig 4: Herzberg’s Two Factor Theory 
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Once hygiene factors are appropriately managed, the motivators can improve job 
satisfaction in the workplace. These extrinsic factors represent the physiological needs 
of employees that are expected to be fulfilled. When company policies lack clarity or 
are inconsiderate of its members, it leads to frustration. Although company policies do 
not affect job motivation, when perceived to be unfair, dissatisfaction rises.  
Salary is another important hygiene factor as employees expect to be paid fairly. Also, 
the lack of clear policies related to pay, increments and bonuses increase job 
dissatisfaction. Physical working conditions should be safe and clean and safe to 
maintain satisfaction. Inter-personal relationships should be void of inappropriate and 
rude comments, to foster teamwork. Management should also elect the right 
supervisors who can give constructive advice and have excellent leadership skills. 
Also, management must give their employees job security to maintain satisfaction. 
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On the other hand, motivational factors are those that increase satisfaction amongst 
employees. They include recognition, responsibility, promotion, achievement and 
works tasks. 
3.5 Factors that lead to employee retention 
The aim of retention is to avoid losing key employees as this has adverse effects on 
work rate and service delivery (Samuel & Chipunza, 2009). According to Fitz-enz 
(1990), retaining employees in an organization is not achieved by one factor, but a 
combination of factors. Most schools tend to recruit more teachers when faced with 
this problem. Ingersoll and Smith (2003) reported that this tactic is ineffective as it 
does not solve the actual problem. They illustrated this intervention as a bucket 
quickly losing water because of holes at the bottom. More water is useless unless the 
holes are sealed. 
The recruitment process is one key area that needs to be analyzed when solving the 
problem of employee turnover. Recruitment should be performed strategically to 
ensure that the right people for the job are selected. In this stage, recruitment 
procedures should be executed excellently to create a good organizational impression 
to the new hires. To hire the right workers, the recruitment process must be a strategic 
task (Bartlett and Ghoshal, 2002). 
Secondly, organizational tools such as human resource management practices are 
essential in meeting the needs of employees within a workspace (Patriota, 2009). It is 
suggested by Ramlall (2004) that employee retention within organizations is greatly 
affected by employee motivation. Thus, human resource management practices are 
essential in motivating employees to be more effective and productive. 
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Thirdly, employees tend to believe that their organizations are genuinely interested in 
their wellbeing when they are recognized and rewarded accordingly. Research in the 
areas of high employee commitment and performance positively relate salaries to 
employee behaviours and attitudes (Storey, 2001). Analysis of data collected by the 
National Center for Education Statistics in a follow-up survey on American teachers 
confirmed that increasing teacher salaries is one effective of sealing these holes 
(Ingersoll and Smith, 2003). This intervention was considered expensive, considering 
the size of the American staff population surveyed. Ingersoll and Smith (2003) 
concluded that induction programs and mentorship programs were also a useful focus 
for retention as data from the Schools and Staffing Survey (SASS) proved mentoring 
to make a difference. 
Marchington, Wilkinson, and Sargeant (2000) also proposed well-executed 
orientations as a way of improving retention especially in the early year of 
employment. An induction program informs employees on the terms of employment, 
administrative policies, compensation, safety rules, job roles, and organizational 
culture. Also, Taylor (1997) identified promotional opportunities within organizations 
as a mechanism to retain employees. Meyer And Smith (2000) discovered that the 
placement of growth opportunities, promotion and recognition created perceived 
organizational support amongst employees. 
In conclusion, this chapter highlighted the effects of turnover in schools and discussed 
the appropriate remedies. Turnover negatively affects student achievement, staff 
cohesion and the financial resource of schools. It can be tackled by strategically 
recruiting the right fit, introducing induction and mentoring programs, recognizing 
and rewarding employees deservingly. 
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4 CHAPTER FOUR: SOLUTION AND IMPLEMENTATION PLAN 
4.1 Chapter overview 
Delsi Montessori School aims to provide high-quality education to pupils that will 
build them up holistically. An integral part of this goal is the team of staff to carry out 
this vision. Unfortunately, staff turnover has been a longstanding problem which 
affects the achievement of the school’s goal. Research uncovered that salary and the 
employee perception of work were the two main dissatisfiers that influenced staff 
turnover. Thus, the strategy comprises of a job analysis, an onboarding program and 
an easy-to-use rated pay plan. 
4.2 Solution Development 
Section 1: A Job Analysis 
A job analysis is the collection and documentation of job-related data such as 
essential job tasks performed, knowledge and skills required to perform the job in a 
preferred way. It forms the basis of all human resource practices as it informs others 
such as recruitment and selection, job evaluation, and performance appraisal. 
Currently, DMS has no documented job-related data which can contribute to 
employee dissatisfaction because staff’ duties and responsibilities are not clear from 
the beginning. Without a clear outline of what it is required to perform a job role, 
identifying candidates with the right capabilities is more complicated. 
The outcome of this job analysis is created job descriptions of all the job roles in Delsi 
Montessori School. With these job descriptions, the institution will fit the right kind 
of talent at the right place and at the right time (See Appendix IV for job 
descriptions).  
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Section 1: Onboarding Program: The second set of interviews conducted revealed that 
the volume and standard of work teachers are held to in DMS is relatively very high. 
Participants compared their current duties and responsibilities to their previous 
workplace to show a significant disparity in workload and organizational culture. This 
significant disparity usually resulted in culture shock right after entry into the school. 
A trend discovered during primary research is that some batches of hires settled in better 
than others. Further inquiry from management on the entry process for new hires 
indicated that there was no structure for orientation. Management takes them through 
company policy and any necessary job-related information.  
DMS’ short and unstructured orientation process is inadequate to socialize teachers into 
a new environment seamlessly. When the entry process is not conducted strategically, 
the new employee’s experience can be overwhelming, and that perception is more likely 
to stay with employees and induce turnover intentions after a period. Thus, this part of 
the solution seeks to bridge this gap and improve employee’s perception of the job itself 
through an extensive strategic onboarding program designed and tailored to DMS. A 
strategic onboarding process is the second of four stages in the employee cycle 
(Hamilton et al., 2008). It is the integration and socialization of new staff into an 
institution with the aim of equipping them with the resources to become effective 
performers. As reported by the society of human resource management (SHRM), “new 
employees who attended a well-structured onboarding program were 69% more likely 
to remain at the company up to 3 years". Even more, institutions with a set and 
structured onboarding program experience a 50 per cent rise in new employee retention 
rates (Hamilton, 2008). Some benefits of this program are enhanced employee 
performance, engagement, and retention. DMS stands to benefit a great deal by 
adopting this program as it is a proven retention booster.
 
 
 
 
 
 
 
 
Phase 1: The first phase of the program is Orientation day. Since this is the first 
meaningful interaction with Delsi Montessori School, it is a crucial phase as forms the 
employees’ first impression. On the first day, DMS should: 
I. The Headteacher starts the program by introducing the school’s mission and 
vision and how the new employees’ job contributes to this mission. Allowing 
the new hires to learn and personalize the mission is a critical part of the 
program. 
II. Have the proprietress welcome the group and give a brief background of the 
history of the school. This will give the employees an opportunity to interact 
with her and get to know her, her values and her work experience. 
III. HR manager discusses the staff policies and benefits. This is very important as 
employees discover the frameworks that govern their job. First, focus on 
favourable policies and what they are free to do, before discussing limitations. 
IV. Give and practical information about the work culture at Delsi Montessori 
School 
V. Supervisors should take them round to each class and office to show them 
their way around the school and see how things are run. It also allows the new 
hires to meet the different teaching and non-teaching staff briefly. 
VI. At the end of the day, allow them to finish the necessary paperwork such as 
filling forms etc. This is at the end because it can waste time if put first.  
Phase 2: This phase should follow the orientation for the next two days. 
I. Show the short documentary on ‘Teacher Experience’ at DMS. This video 
should be creative and include teachers sharing their experience at DMS. They 
should tell how they began working at DMS and how the journey has been 
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whilst teaching there. They should be honest and articulate and emphasize on 
their growth throughout the job. This will give new hires real insight into how 
the job is like and what they should expect. It would also motivate and prepare 
them mentally for the work ahead. After the viewing, there should be an 
opportunity for questions and answers. 
II. Have a talk on job scope- roles, duties, responsibilities. These must be made 
clear to new hires. Supervisors should lead this discussion as most teachers 
will be answerable to them. They can also give useful insights into job 
elements to new hires. 
III. A discussion on ‘Teacher success at DMS’. Key staff and proprietress should 
have a discussion on what it takes to be a successful teacher at Delsi 
Montessori School. Here, they share tips and advice on what they can do to 
stand out and grow. 
IV. A work simulation involves giving hires tasks that they would perform on the 
job. The proprietress would give certain situations and tasks to new hires for 
them to solve and give corrections on how she expects them to behave in 
situations.  
V. Present on organizational structure and the necessary contacts when in search 
of information. Thereafter, staff should be formally brought in (after lesson 
hours) to introduce themselves to the new hires properly and vice versa.  
Phase 3: By the end of this phase, new hires should have completed the necessary 
training and started full workload like the existing teachers. The longest it should 
last should be a week depending on the intensity of training required. In this 
phase: 
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I. Outline performance goals and allow new hires to set personal development 
goals which will be used in phase 4. 
II. HR Manager should perform individual skills audit which would be used in 
phase 4. 
III. Training needs assessment. This will help to avoid unnecessary training costs 
by targeting training efforts. Based on the results of the assessment, planning 
of training will begin. 
IV. Training begins. It could take a day to a week, depending on the plan made. 
V. Evaluation of training using Smile sheets to measure its effectiveness and 
impact. This step will help improve the next training process. 
 
Phase 4: This phase is the last of the onboarding program and will be in motion whilst 
employees are fully working. It includes: 
I. HR crafting employee development program for new hires using the personal 
development goals and skills audit performed in phase 3. 
II. The new hires will be paired with existing key teachers chosen by the 
proprietress herself. These high performing teachers will serve as mentors to 
the new hires and help them understand the written and unwritten elements of 
the organizational culture 
 
 
 
 
 
 
 
 
Section 2: An easy-to-use rated pay plan 
Theories have established a causal relationship between job satisfaction and employee 
turnover. The highest dissatisfier discovered during primary research is salary  (refer 
to figure 1). Employees at DMS believe that compensation is not reflecting the efforts 
required of them. Another repeated complaint was the lack of employee knowledge 
on how the school compensates (as this can create perceptions of inequity). For 
example, how much a bachelor’s degree holder can receive. Inquiry from 
management revealed that the administration lacked a salary structure. This insight 
gave job satisfaction statistics more meaning. 
 Compensation is one area that dramatically affects employee behaviour. Employees 
need to feel compensation is genuinely equitable, comparably competitive, easy to 
understand and attractive. When teachers feel this way, they give off their best 
wholeheartedly, and that is what DMS aims to achieve. If DMS achieves this, it will 
eliminate employee dissatisfaction and positively shift employee behaviour and 
attitudes; reducing the rate of turnover.  
Thus, the second part of the solution is an easy-to-use rated pay plan for DMS. A 
shown below, it is a fair and transparent structure that uses a fixed rate set by 
management across all job roles. It is a PDF form which was created in Acrobat 
reader through javascript codes which calculate the different fields in the form as they 
are being keyed in. The user is only required to: 
1. Key in the numbers per factor (i.e. 1,2,3,4 & 5)   
2. Key in the rate in the space provided for it. 
The PDF accepts numbers only within the key code (i.e. 1,2,3,4,5). This helps to 
prevent input of high numbers. It was confirmed with DMS that the institution has 
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Adobe Acrobat Reader and would be able to use this pdf. This pay plan saves time 
and prevents unfair human manipulation. Additionally, it solves the problem of 
internal inequity of compensation whilst serving as a source of motivation due to 
its incorporation of performance measurement.  
It comprises of the factors: educational background, general work experience, 
relevant work experience and performance. It is important that staff at DMS have 
the preferred educational qualifications stated in their job descriptions. As an 
educational institution, level of employee’s education is a significant factor and 
thus, it was incorporated into the pay plan. Secondly, work experience, both 
general and relevant is critical to DMS because it reduces the training efforts 
required to cover employees’ inexperience. The longer the work experience an 
employee has, the higher he/she is likely to receive, all other things equal. 
Lastly, performance is a factor of this plan because it is fair to compensate high 
performers according to their work. Connecting performance management to pay 
would sever as a strong motivator to staff to work hard.  
This tool will be used after each year because it needs to be readjusted for an 
increase in work experience and performance measurement. Also, it precedes any 
adjustments management will decide to make in cases of job expansions and 
promotions. 
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Fig 6: Screenshot of DMS rated pay plan                         
 
 
 
 
 
 
4.3 Implementation Plan for Solution 
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5 CHAPTER 5: CONCLUSIONS AND RECOMMENDATIONS 
5.1 Chapter Overview 
This chapter gives a summary of the key insights gathered through the duration of the 
project and some changes the institution must make to optimize the tools proposed. It 
also highlights problems the institution should look out for and limitations that come 
with the tool. 
5.2 Changes DMS needs to adopt 
In the execution of this strategy, D.M.S. must create an HR function that will be 
responsible for the implementation of the solution and other useful HR practices. This 
function should also conduct a market pay survey to have good knowledge of 
competitive salaries in the industry. This way, they can adjust rates to ensure that 
teachers are not attracted by competitors’ offers.  
Additionally, DMS must introduce exit interviews. These interviews provide the 
school with useful data on areas to improve in order to maintain teachers. A non-
monetary reward system should also be designed to motivate staff to keep working 
harder and smarter. 
5.3 Limitations of the tool 
Although this pay plan is fair and transparent, it does not consider competitor salaries. 
Therefore, there is a risk of other schools poaching staff with more attractive 
packages. However, if other interventions are employed together with the rated pay 
plan, it would be more potent. 
5.4 Key Insights gathered from project 
Turnover is a complicated problem that involves many factors. However, the 
implementation of strategic human resource practices such as onboarding programs 
can significantly reduce the rate of organizational turnover. The literature review 
highlighted that the beginning of an employee’s work experience is crucial as 
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employee perceptions and behaviours begin to form in this stage. In educational 
institutions such as DMS, employee turnover can negatively impact parent 
satisfaction and affect student achievement. To avoid such effects of turnover, it is 
best to research and interact with stakeholders of the firm to find out the root cause of 
turnover. In the case of Delsi Montessori School, an onboarding program, a clear and 
transparent rewards system and job analysis will serve as remedies to the root causes 
of turnover experienced. 
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7 APPENDICES 
7.1 Appendix I: Interview guide for needs assessment. 
1. What are the strategic goals and objectives of the school? 
2. What are the core activities involved? 
3. What are some of the limitations faced in achieving the strategic goals and 
objectives mentioned? 
4. What is currently being done about each of these limitations? 
5. How effective have these countermeasures been? 
6. On a scale of 1-5, rate each of these problems according to intensity. 
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7.2 Appendix III: Interview guide for employees 
1. Tell me about your stay so far at Delsi Montessori School? (i.e. how long have 
you been working here and how has your experience been?) 
2. What are your career aspirations? 
3. What made you leave your previous job? 
4. What attracted you to this school? 
5. Tell me of a time when you felt especially good about your job. Why did you 
feel that way? 
6. What are the things you love about your job here? 
7. Tell me of a time when you felt especially bad about your job. Why did you 
feel that way? 
8. Are there areas that could be improved to increase the satisfaction you have in 
your job? If so, please explain. 
9. On a scale of 1-5 (with 1 being the lowest and 5 the highest), rate how you feel 
about these factors in Delsi Montessori School and tell me how they affect 
your work experience/satisfaction. 
a. Administrative policy 
b. Supervision 
c. Salary 
d. Recognition 
e. Responsibility 
10. Would you put in more effort (better job performance) in anticipation of an 
increase in rewards (e.g. salary)? 
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7.3 Appendix IV: Job descriptions 
 
Job Title: Class Teacher 
Job Summary: Teach primary pupils under the GES curriculum to develop students’ 
literacy and numeracy skills and promote social, physical and emotional growth. 
Subject areas within this curriculum include mathematics, English, science, 
citizenship education, and religious and moral education. 
Duties and Responsibilities: 
1. Prepare weekly lesson notes as guidelines for teaching. 
2. Teach class pupils curriculum-wide subjects, i.e. mathematics, science, 
English, citizenship education and religious and moral education. 
3. Update parents on pupils’ progress during open days and in instances of 
inquiry from parents, guardians and administration. 
4. Set weekly and termly assessment questions to monitor progress amongst 
pupils. 
5. Attend staff meetings, training and professional development sessions 
Knowledge, Skills and Abilities: 
1. A minimum educational requirement of a Bachelor’s Degree in Education and 
or related field from an accredited institution. 
2. Two years of prior experience as a teacher. 
3. Strong Communication skills 
4. Strong Leadership and teamwork skills 
5. Should be clean and tidy 
Relationships: 
Department: Upper / Lower Primary school/ JHS department 
Reporting lines: Reports to primary division supervisors 
Compensation: 
Salaries range from 700 cedis to 1000 cedis. 
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Job Role: Staff Accountant 
Job Summary: Keep the school’s financial records updated by documenting 
all payments and issuing invoices. File and present reports to management that 
explains the financial state of the school. 
Duties and Responsibilities: 
1. Keep records and accounts updated and present to headmistress biweekly. 
2. Day-to-Day cash management 
3. Perform monthly internal audits of financial statements 
4. Responsible for student billing activities 
5. Provides financial advice to management based on existing data. 
Job Context: Indoors, Desktop use 
Knowledge, Skills, and Abilities Required: 
1. A minimum educational requirement of a bachelor’s degree in accounting, 
finance, business, economics, or related field from an accredited institution 
of higher education. 
2. Prior experience of at least two years as an accountant.  
3. Competent in the use of accounting software and Microsoft Excel. 
4. Ability to use logic, critical thinking, and deductive reasoning skills 
5. Capable of completing intricate tasks with a high degree of accuracy 
6. A confident communicator in both written and spoken English language 
 
Relationships : 
Department: Finance department 
Reporting line: Report to proprietress. 
 
Compensation: Monthly salary of 1000-1200 cedis.  
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Job Roles: Assistant Class Teacher 
Job Summary: Work under class teacher’s supervision to offer students 
additional attention and instruction 
Duties and Responsibilities: 
1. To supplement teacher’s lessons by reviewing material with students one-on-
one or in small groups 
2. Emphasize school and class rules to help teach students proper behaviour 
3. Help teachers with recordkeeping, such as tracking attendance and 
calculating grades 
4. Help teachers prepare for lessons by getting materials ready or setting up 
equipment. 
5. Supervise students in class, between classes, during lunch, break time and on 
field trips 
 
Knowledge, Skills and Abilities required: 
1. A minimum educational requirement of a WASSCE Certificate. 
2. At least 6 months of general work experience 
3. Good listener 
4. Strong Communication skills 
5. Strong Leadership and teamwork skills 
6. Should be clean and tidy. 
 
Relationship: 
Department: Upper / Lower Primary school/ JHS department 
Report line: Reports to Main Class Teacher 
Compensation: Monthly salary ranges from 500 cedis to 650 cedis. 
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Job Role: School Cleaner 
Job summary: Ensure that compound, classrooms and washrooms are cleaned and 
maintained. 
Duties and Responsibilities: 
1. Sweep in and out of the school compound each morning. 
2. Weekly removing of cobwebs from ceilings in and out of classes 
3. Clean louvre blades and empty bins in classrooms 
4. Wash hand towels and aprons at the end of the day. 
5. Clean and maintain washrooms 
6. Wash plates and kitchen utensils 
Job Context: Outdoor, physical strength. 
Relationships: 
1. Department: Logistics and Maintenance Department. 
2. Reporting lines: Reports to the administrator 
Knowledge, Skills and Abilities Required: 
1. A minimum requirement of BECE certificate 
2. Should be hardworking and physically strong 
3. Teamwork 
4. Willingness to learn 
5. Take initiative 
6. Knowledge of cleaning processes and maintenance. 
Compensation: Ranges between 350 cedis to 450 cedis 
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7.4 PROJECT DASHBOARD FOR CLIENT 
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